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Abstract 
The paper examined staff welfare and personal 
performance, using the immigration department in 
Southern, Thailand as a reference. The methodology was 
primarily qualitative and involved the use of In-Depth 
Interviews (IDIs) to secure information from employees 
at the immigration department. The motivational theory 
was used as the theoretical framework. The theory 
presupposes social changes as an inevitable outcome of 
activities of societal elements, typified in the contrasting 
positions of the management and employees that could 
retard motivation and employee performance. Data 
revealed general awareness about staff welfare among 
the employees and the ability to identify the elements of 
welfare. However, one of the significant aspects of 
employees’ welfare (training) was absent in the 
immigration department. While monetary remuneration 
was given higher priority. With this, the study concludes 
that to enhance the performance of immigration officers 
in Thailand, they must be well trained and be motivated 
to perform their task duly. 
Keywords: Employees’ Welfare, performance, 
service institution, Thailand. 
Introduction  
Welfare is a corporate attitude or commitment 
reflected in the expressed care for employees at all 
levels, underpinning their work and the 
environment in which it is performed (Okereke & 
Daniel, 2010; Cowling & Mailer, 2013). 
Employees’ welfare is on the top list of 
‘machinery’ that enhances organizational 
performance (Wadhwa & Patel, 2018). This is 
because employees are those to work towards 
achieving the organization set goals and objectives. 
As such, Richard Branson the founder of the Virgin 
Group says, “any organization that fails to treat his 
staff well stood the chance of losing its customers”. 
With this, several attempts had been made to 
examine the relationship between employees’ 
welfare and performance. Examples of such studies 
include that of Waititu, Kihara and Senaji (2017), 
Okereke and Daniel (2010) and Wadhwa and Patel 
(2018). Insights from these studies confirmed the 
quote of Richard Branson. 
Similarly, insights into shreds of the literature 
reveal that employees’ welfare is either measured 
as a single construct or multidimensional construct. 
For example, the study of Waititu, Kihara and 
Senaji (2017) measured employees’ welfare 
measured using 5 dimensions namely occupational 
health, training and development, employee referral 
scheme, and remuneration policies. While the study 
of Wadhwa & Patel, 2018) measures employees’ 
welfare as two dimensions namely statutory and 
non-statutory welfare programs. In a similar view 
Bosibori, Nyakundi, Charles and Walter (2012) 
examine welfare in terms of work-life balance. 
With this, it can be concluded that there are no 
agreed descriptions of what constitutes employees’ 
welfare. Hence, to overcome this limitation, 
employees’ welfare in this study is measured as a 
single construct that entails any form of programs 
that can be adopted by the organization to enhance 
and motivate employees to perform better without 
affecting their personal lives. 
Apparently, there are some scholarly works on staff 
welfare and productivity (Ugwuokwo, 2017; 
Owusu-Acheaw, 2010; Osterman, 2010; Singh, 
2009; Cowling and Mailer, 1992; Coventry and 
Barker, 1988), but they mostly dwelt on industrial 
settings to the less attention to service 
organizations specifically in government ministries 
and parastatals. Examples of scholars who attempt 
public service establishment is a study of Bosibori 
et al. (2012) where employees’ welfare among 
police officers is examined. While studies from 
other public service establishments such as the 
immigration department which has significant 
functions in controlling the inflow and outflow of 
people, goods and services remain scanty. To fill 
up the observed void, the objective of this study is 
therefore to examine the relationship between 
employees’ welfare and performance amongst 
immigration staff in Thailand. To fulfill the 
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objective set, the interview method of data 
collection is employed. 
Literature Review 
Staff Welfare in Organization 
The definition of staff welfare means anything 
done for the comfort working and improvement 
staff of the immigration department in Thailand, 
intellectual or social, of the staff over and above 
the wages paid. Staff welfare entails all those 
activities of the employer which are directed 
towards providing the employees with certain 
facilities and services in addition to wages or 
salaries life (Patro, 2017b; Patro& Raghunath, 
2017; Talan et al, 2017).  
Staff welfare and personal development are 
valuable assets in an organization since an 
organization's primary aims are productivity and 
profitability. Every organization primarily needs 
committed and dedicated staff that will help the 
organization to meet its tactical and strategic 
objectives (Owusu-Acheaw, 2007). McGuire and 
McDonnel (2008) explain that welfare facilities 
help to promote employee self-confidence. 
Promote and develop the intellectual level of 
employees. Matthew (2011) advocates that 
employee welfare measures are the oxygen of 
employee motivation and employee productivity.  
According, Saran (2013), the problems and 
obstacles in working effectively on police’s 
working efficiency in narcotics suppression was the 
career advancement since the opportunity in career 
advancement was what all government officers 
desire include: 1) the allocation of allowances, 
which currently allocates inequality for non-
trainers and commission officers, 2) The 
subsistence allowance and delay, 3) lack of social 
welfare this included the fact that the salary 
increase was based on the satisfaction of the 
commander, rather than on the efficiency of work, 
4) The transfer and promotion mainly relate to the 
patronage system, which reduced the judicial 
process and 5) supervisors overlook the importance 
of training programs. According, Sorasak (2015) 
immigration officials lack knowledge and expertise 
in foreign language skills, especially in English, 
causing communication problems when 
communication problems arise. It takes time to 
check your passport and identity will increase as 
well.  
The problem of the volume of passengers 
accumulated in each period. Besides, immigration 
officials lack the expertise of technology or 
equipment such as computers and passport scanner 
or a fake passport checker can solve problems 
during the performance. In the event of a problem 
with the computer or the device, the immigration 
officer must do the following: to be discouraged 
from performing duties when the problem is not 
cared for or resolved by the supervisor. The 
strategies that have been defined are delayed 
servicing immediate service of the service, too 
many rules, and procedures. Inadequate 
management, operating guidelines are not the 
same, lack of facilities, the service provider may 
not be as good as it should be operation problems 
such as goals and missions are unclear. The plan 
does not work delay in service or government 
contact. Complaints about the quality of services, 
including problems caused by the operation. 
Provide suggestions to improve the various aspects 
that contribute to the performance.  
Employees Performance 
From several indications, employees’ welfare 
triggers their performance, organizational change 
that is proportional to economic and social changes 
that is present in the society 
(Varadaraj&Charumathi, 2019). According to the 
study of VaradarajandCharumathi(2019),  and 
some of the welfare factors that enhance 
performance includes benefits and remuneration. 
From the conclusions of these authors satisfaction 
is low when remuneration is low. Similar 
investigation by Patro (2017) argues that there is a 
direct proportional relationship between 
employees’ welfare and their performance.  
On the account of Aslpoor andAmirnejad (2016) 
after examining the significance of welfare and 
employees’ performance in service sector 
‘education institution’ concludes that employees’ 
welfare and its dimensions contributes significantly 
to their performance at the higher education 
institutions surveyed. More study from Ben-Nasr 
andGhouma (2018) argued that genuinely 
implemented in an organization, there is high 
probability that such firm has the potential of 
longitivity against unforeseen crash as a result of 
employees’ issues. With this, earlier study by Lin, 
Chen and Chen (2016) concludes that perceived 
employees’ welfare creates organizational citizen 
behavior that leads to strong organization 
culture.From the pieces of reviewed literature, 
there is a strong evidence that employees’ welfare 
significantly influences employees’ personal 
performance. However, there is no clear indications 
from these studies the dimensions of employees’ 
welfare that contributes more to their 
performances. 
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1. Theoretical Framework 
The study of the variable of staff welfare applies 
the motivation theory of labour welfare that states 
that satisfied employees are the most efficient. In 
this theory, welfare is used to preserve, maintain 
and improve the efficiency and effectiveness of 
staff. Staff welfare theory can be used as a long-
term way to retain employees, and this theory will 
help to develop employees effectively and 
productively (Manju and Mishra, 2007).  
Motivation theory is used to describe the 
performance of an employee. And the welfare 
approach. Therefore, this study is based on the 
motivation theory to improve and improve the 
efficiency of the immigration office in Thailand. 
Maslow's (1970) theory states that all human 
beings have a hierarchical need since the minimum 
requirement. (E.g., Psychological needs) to the 
highest order requirement. (i.e., The demand is 
acceptable and the highest demand in life). Saying 
that when demand is down being satisfying, peak 
demand will further become expected and 
individual attention turns to higher demand. 
Therefore, the order of the highest will be the 
greatest driving force for success and more 
effective work. 
Vroom's expectations theory suggests that people 
are motivated to work toward that goal. The goal is 
worth remembering, and if other activities can help 
them achieve those goals, they will have the 
motivation to work effectively (Mitchell, 1982). In 
the form of Porter and Lawler, describing the 
performance is the duty of an employee to 
recognize a job where a quality practice effort. 
Employee efforts will be influenced by the value of 
the reward that will be given to the organization. 
Performance is a result of reward and satisfaction. 
METHODOLOGY 
In-depth interviews (IDIs) were used to obtain 
information from staff, consisting of 8 leaders in 
each. Prior to the interview, the leader was 
informed through a letter about the research and the 
need for them to be physically present for a 
discussion. The selection was without any bias for 
gender or educational status. The responses were 
recorded verbatim and transcribed were necessary 
for a better understanding. This was supplemented 
with IDIs with the key informants who were 
purposively selected by the researchers for their 
vast knowledge of staff welfare in the immigration 
department. The interview was conducted in a 
manner that enhanced the validity and reliability of 
the methods and findings respectively 
RESULTS FINDINGS AND DISCUSSION 
The researcher, to achieve the study objectives 
asked to main questions that lead to several sub-
questions. The findings are discussed below. 
Concerning Question 1: “Have you heard about 
staff welfare?”, all the response IDI affirmed 
having heard about staff welfare. The findings in 
this regard reveal that employees’ welfare is a 
famous phenomenon among the government 
service institutions that is, the immigration 
department confirming the notion that there are 
wider investigations about the concept.  
The response gave a fillip to inquiry into the factors 
that constitute welfare to the workers at the 
Immigration Department. (Question 2: What issues 
or factors comprise staff welfare?). Several factors 
were highlighted by the respondents.  
In the words of a few of the respondents:  
Staff welfare includes training such as seminars, 
workshops, in-service training, on-the-job training, 
and scholarships. It is the right of workers as 
stipulated in the Government staff regulation to 
have free medical treatment including members of 
their immediate family at the immigration 
department. In case any staff spends his/her money 
in such treatments, the bill is forwarded to the 
management for a refund. Furthermore, the staff is 
supposed to be protected against hazards and 
external aggressors from within and outside the 
host communities of the staff. Some responses 
argued on monetary allowances as integral aspects 
of staff welfare. As expressed by some discussants:   
In this study context, good salaries/remuneration is 
rated the best welfare package that the organization 
can give to its workers. The respondents have the 
notion that when salaries are high/okay, workers 
tend to put in their best and when the reverse is the 
case, productivity is bound to be lower than 
expectations. If salary in-advance is granted to a 
staff who is in financial difficulty that staff 
automatically, will have a sense of fulfilment and 
satisfaction in the workplace and will always love 
to work for the immigration department.  
 
Further findings from the data show that staff 
training is strange to workers interviewed. This is 
worrisome in light of its possible negative effect on 
employee productivity. Staff development policies 
and training programs enhance employee 
capabilities and efficiency. 
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DISCUSSIONS  
Based on the findings, the interviewed respondents 
agree that employees’ welfare is an important 
factor that enhances employees’ performance. The 
finding in this sense confirmed the findings from 
prior studies (Patro, 2017b; Patro& Raghunath, 
2017; Talan et al, 2017).  
Similarly, the respondents interviewed 
acknowledged that money is rated highest by them 
as a source of employees’ motivation which 
enhances performance while factors such as 
employees’ development in terms of training sound 
strange to the interviewed immigration staff. 
Relating the finding in this regard to earlier 
findings such as that of McGuire and McDonnel 
(2008), Matthew (2011), Patro and Raghunath 
(2017), and Talan et al. (2017), basic employees’ 
welfare needed by the employees to perform at 
their personal best is missing.  
It is not as if the monetary value is against earlier 
studies, no, it is not, however, the priority given to 
monetary value can be regarded as a misplaced 
priority. This is because the respondents saw that 
the only place to earn is by receiving a salary, 
while other avenues such as loans, borrowing if it 
needs seems not to be a viable option.  
Meanwhile, the training in the real sense as 
reported by earlier scholars has more significance 
than the money or cash values placed by the 
immigrations as the basic need for staff welfare. 
This is because of the absence of staff training 
results in mediocrity and poor job performance. 
This becomes complicated with the existing poor 
working environment revealed by data, in terms of 
inadequate office accommodation, furniture and 
insufficient working materials that could reduce 
morale or job satisfaction. Correspondingly, the 
provision of an enabling work environment 
catalyses productive human resources. 
CONCLUSION 
To sum it up, the research findings the following 
conclusions were made: There was general 
awareness about staff welfare amongst employees 
at the immigration department in Thailand. 
However, of the components of employees’ welfare 
discussed in this study, that is, remuneration and 
training, this study reveals that monetary 
remuneration is given higher priority while training 
is somehow strange to them. As such, the morale of 
immigration staff is not as high as expected. 
Therefore, the researchers conclude that there 
might be low performance among Thai 
immigration staff officials. 
In view of these findings, it is recommended that 
pragmatic efforts should be made to enhance 
employee job capabilities through training; to 
improve working conditions of the employees and 
their general welfare in order to elicit job 
satisfaction and motivation for increased 
performance. The findings will be useful in 
contributing to the body of knowledge that will be 
useful to staff welfare. The study will be important 
to improve the performance of the employee in 
designing develops concerning the immigration 
department in Thailand. 
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